The present study examined the relationship between cognitive emotion regulation, social support and job stress. First, we investigated the relationship between cognitive emotion regulation and job stress. Second, we also have investigated that social support from work (peers or supervisors) and non-work (family or social networks) have a moderatoring effect on the relationship between cognitive emotion regulation and job stress. Based on a survey of 127 employees, we found support for our hypotheses that there is a negative relationship between cognitive emotion regulation and job stress. The results also show that work-related and non-work related social support positively moderates the relationship between cognitive emotion regulation and job stress. Results and implications are discussed and suggestions for future research are provided.
Introduction
The relationship between regulation and stress in the workplace is gaining closer attention in the literature. The ability and to control emotion is important for employees. Given the fact that humans in general and employees in specific live in a more stressful environment, it becomes essential to successfully regulate emotions. Emotions and emotion-based behavior is at the center of any social interaction. This is also true for social interactions at the workplace. Social interactions at the workplace don't always allow for the exhibition and expression of all the emotions an individual may have. The social context at work often requires the regulation of such experiences. Cognitive coping processes have been related to the experience and expression of emotions for a considerable time.
Perceived stress refers to how much stress an individual experiences as a function of a several factors such as stressful events, coping strategies, and personality differences. Stress, in general can be understood as a result of the interaction between the person and its environment. Individuals however, are not always at liberty to act upon their emotions (Grandey, 2003) . Instead they are required to control their emotions while trying to cope with a variety of stressful events (Lazarus & Folkman, 1984) . Thus, a stressful environment requires emotion regulation skills.
In the present study, we are particularly interested in looking at the relationship between cognitive emotion regulation and job stress and at the moderating role of social support (Figure 1 ). 
Literature Review
Emotions refer to physiological arousal and cognitive appraisal of the situation (Grandey, 2000) . Emotions arise when something important to us is at stake. Emotions often result in a coordinated set of behavioral, experiential, and physiological response tendencies that together influence how we respond to perceived challenges and opportunities (Gross, 2002) . By regulating the arousal and cognitions that define emotions, individuals can control their emotional expressions to fit the display rules of the situation (Goffman, 1959) .
Cognitive Emotion Regulation and Job Stress
Cognitive emotion regulation can be briefly defined as the management of emotions (Garnefski & Kraaij, 2007; Thompson, 1991) . It is considered as part of the broader concept of emotion regulation defined as "all the extrinsic and intrinsic processes responsible for monitoring, evaluating, and modifying emotional reactions, especially their intensive and temporal features" (Gross, 1999; Thompson, 1994) . Research related to this topic has shown that emotion regulation by cognition is correlated with human life and it helps people to keep control over their emotions during or after the experience of threatening or stressful events (e.g., Garnefski et al., 2001; Garnefski, & van den Kommer et al., 2002) . This cognitive emotion regulation theory considers cognitive strategies in a conceptually pure way. Thus, it is separated from behavioral strategies in this manner (Garnefski et al., 2001; Garnefski et al., 2002; Garnefski & Kraaij, 2006) .
The Cognitive Emotion Regulation Questionnaire (CERQ) was developed by Garnefski, Kraaij, & Spinhoven, (2001) . It measures nine cognitive emotion regulation strategies on theoretical and empirical bases. Each strategy refers to what someone thinks after the experience of threatening or stressful events. The questionnaire has been used in a number of studies focusing on the relationships between cognitive emotion regulation strategies and stress; mental health; depression and anxiety. The strategies in this model are described as (Garnefski & Kraaij, 2007) ; self-blame, other blame, rumination, catastrophizing, acceptance, putting into perspective, positive refocus, refocus on planning, and positive reappraisal.
Self-blame is described as the thoughts which put the blame that you have experienced on yourself. Other-blame is the opposite of the self-blame that you blame what you have experienced on the environment or another person. Rumination, which indicates to focusing on thought, is described as the thoughts or feelings associated with the negative events. Catastrophizing is described as the thoughts that emphasize the terror of what you have experienced. Acceptance is described as the thoughts that indicate resigning yourself to what has happened or thoughts of accepting what you have experienced. Putting into perspective is described as the thoughts of brushing aside the seriousness of the event/emphasizing the relativity when comparing it to other events. Positive refocusing emphasizes the joyful and pleasant thinking instead of actual event. Refocus on planning emphasizes the thoughts which indicate the taken steps to handle the negative events. The last one is positive reappraisal that refers to thoughts of creating a positive meaning to the event in terms of personal growth (Garnefski & Kraaij, 2007) .
There are some studies in the literature that mentioned the relationship between cognitive emotion regulation and stress (e.g., Carlson & Perrewe, 1999; Garnefski et al., 2001; Garnefski et al., 2003; Garnefski & Kraaij, 2006; Jermann et al., 2006; Kraaij et al., 2003) . In the literature, social support has been emphasized as a solution to stressfull life events or organizational stress (Thomas & Ganster, 1995) . Lower levels of stress often result in content and satisfied employees, which in turn lead to an increased performance at work among other things. People, who have high levels of cognitive control over their emotions, are in effect marginalizing the influence of emotions. This way, cognitive emotional regulation absorbes some of the emotions that would be otherwise felt more substantially. In essence, the higher the ability is in which someone can regulate their emotions, the lesser the stress would be. Based on the arguments above, we pose the following hypothesis.
Hypothesis 1: Cognitive emotion regulation is negatively related to job stress.
Social Support and Job Stress
Social support refers to the exchange of resources between at least two persons, with the aim of helping the person who receives the support (House, 1981) . Social support can be defined as resources available for others and important tools for coping with work-family conflict as they can mitigate the strain associated with stressors in different life domains. It can be provided in various ways that may include emotional concern as well as instrumental aid (House, 1981) . The degree of support an employee receives is closely related to the level of stress one might experience in the workplace (Carlson & Perrewe, 1999) . Further, social support also leads to additional positive outcomes such as incresaed job satisfaction and incresead organizational identification (Parasuraman et al., 1992) .
www.ccsenet.org/ass Asian Social Science Vol. 11, No. 12; 2015 Social support is divided into two parts. The first one indicating the work-related social support that emphasizes social support given from from supervisors or peers. This could positively enhance conditions of the work environment. A supportive supervisor, for example, may incease the fexibility and positiveness of the work conditions by showing concern for an employee's family related problems (Carlson & Perrewe, 1999) . The second type of social support is non-work related social support. Alternatively, social support provided outside the work could lead to reduction of work-family conflict (Burke, 1988) . Family support has been shown to be an important factors in reducing work-nonwork conflict (Carlson & Perrewe, 1999) , while supportive social networks has been associated with lower levels of stress (Beutell & Greenhaus, 1982; Carlson & Perrewe, 1999; McCubbin et al., 1980) . Various researches have considered social support as a moderating variable that enables reduced levels of stress (e.g., Ganster et al., 1986; Greenhaus & Parasuraman, 1986; Fried & Tiegs, 1993; Ray & Miller, 1994) .
Based on the discussion of the literature, we are interested to investigate the relationship between cognitive emotion regulation and job stress. Furthermore, we also wanted to see whether social support moderates the relationship between cognitive emotion regulation and job stress. Thus, we pose the following hypotheses;
Hypothesis 2a: Work related social support will moderate the relationship between cognitive emotion regulation and job stress.
Hypothesis 2b: Non-work related social support will moderate the relationship between cognitive emotion regulation and job stress.
Method

Sample
To test the stated hypotheses, a survey has been conducted to employees of an industrial organization in Kayseri, a city of Turkey. Participants of the survey had to be full-time employee of the organization in which the survey was conducted. Questionnaires were given to respondents in person in order to increase participation as well as to ensure accuracy. The researchers' presence allowed clarifying and misunderstandings related to the survey items. As a result of this approach we achieved a response rate close to 100%, thus avoiding any possible non-response biases. In the final sample, there were 327 respondents. 71% of the respondents were male while 29% were female. The mean age was 41.3 years; while the average job experience with the organization was 11.2 years.
Measures
To asses Cognitive Emotion Regulation, the 36-item Cognitive Emotion Regulation Scale, which was improved by Garnefski & Kraaij (2007) , is used in this study. In addition, to assess the Work-related and Non-work related Social Support, we used the ten-item scale that was developed by Etzion (1984) and used by Carlson & Perrewe, 1999 . Seven of the items in work related social support correspond to the degree to which conditions such as appreciation and recognition is present in the workplace. The other three items correspond to the quality of the relationship subjects have with their supervisors, coworkers, and subordinates. In the non-work related social support scale, the seven items are similar to work related items but the final three items correspond to the quality of the relationship subjects have with their spouses, families, and friends.
Furthermore, to assess the Job Stress scale, which was developed by Howell et al. (1988) , was taken from Maxwell et al. (2005) . The scale has 3-items with a Cronbach's alpha values of .79, which is above the .70 level accepted as a reliable scale.
Results
The descriptive statistics showing the means, standard deviations and the correlations among the variables are given in Table 1 . As can be seen, there are significant correlations between Cognitive Emotion Regulation, work related social support, non-work related social support and job stress. The results for the hierarchical regression analyses are given in Table 2 . To test out hypotheses, we used regression in order to analyze the effects of our variables on the outcome variable "job stress". We used hierarchical regression to analyze the hypothesized relationships, whereby the independent variables were entered in to the regression model in separate stages.
Our first hypothesis predicted a negative correlation between cognitive emotion regulation, and stress. As predicted, results indicate a significant negative correlation between cognitive emotion regulation and stress, r = -.310, n = 127, p < .01. Examining the regresssion coefficient also shows support for Hypothesis 1 with a regression coefficient of β= -.284 (p < .01). In other words, the higher the cognitive emotion regulation is, the lower the stress level becomes. People who have the ability to cognitively control their emotions reducing the effects of outside events or behaviors so that it leads them to perceive less stress. In a way, cognitive emotional regulation acts as a filter mechanism that reduces the emotions felt due to arousals.
Our second hypothesis predicted that both work related (Hypothesis 2a) and non-work related (Hypothesis 2b) social support systems would moderate the relationship between cognitive emotional regulation. Results show that work-related and non-work related social supports moderate the relationship between cognitive emotional regulation and job stress.
As can be seen from Table 2 , when the work related support (WSS) was entered into the model, the coefficient of cognitive emotional regulation became smaller, down from -.342 to -.284, thereby clearly indicating a moderator relationship. Likewise, the interaction term (CESxWSS) is significant (β= .287, p< .01) indicating a postively moderated relationship. In other words, the effect of cognitive emotional regulation became smaller when there is work related support, which also helps to significantly reduce job stress (β= -.261, p< .01).
In contrast, when the work related support (NWSS) was entered into the model; the coefficient of cognitive emotional regulation became slightly greater, up from -.342 to -.371, thereby clearly indicating a moderator relationship as well. In other words, the effect of cognitive emotional regulation became slightly greater when there is non-work related support, which also helps to significantly reduce job stress (β= -.227, p< .01). The interaction term (CESxNWSS) is also significant (β= .243, p< .01) indicating a postively moderated relationship.
Collectively, the results show support for Hypotheses 2a and 2b, providing evidence to the moderating role of social support. Based on the results, it can be said that the moderating effect of work-related social support is greater than the moderating effect of non-work related social support. While not hypothesized, both work related and non-work related social systems have an independent main effect on stress. That is, both types of social support systems lead to lower levels of job stress as can be seen in Table 2 .
Discussion and Conclusion
This study investigated the effect of cognitive emotion regulation on job stress. Furthermore, we also examined the moderating role of social support on the relationship between cognitive emotion regulation on job stress.
www.ccsenet.org/ass Asian Social Science Vol. 11, No. 12; 2015 Cognitive emotion regulation (CER) directly and indirectly, through shaping work related and non-work related social supports, impacted individual's job stress. The results of this study are parallel to the literature findings (Greenhaus & Parasuraman, 1986; Thomas & Ganster, 1995; Garnefski, & Kraaij, 2006) .
Our results indicate that there is an important relationship between emotion regulation and stress. Stress is a critical issue for both employees and managers in an organization. Lower levels of stress often result in higher performing and satisfied employees. This, in turn has a positive effect on organizations because it leads to a better work environment with better results. To controll stress in the workplace may be achieved in various ways. One method is that organizations provide such work conditions that will limit excessive stress. However, this may not be always the ideal situation as worklife may be full of stressors, despite the efforts by organizations to limit it. The ability to control and regulate emotions is a vital aspect of a productive work environment. Therefore, it is equally necessary for employees to have the capacity to regulate emotions in order to manage emotions and consequently stress. Organizations therefore have to pay attention during the recruitment stage to select employees who have the ability to manage and regulate their emotions among other things. Likewise, employee development programs can focus on enhancing such skills through workshops and training programs.
Another important aspect is the role of social support as these have a positive effect on reducing the stress of employees. Therefore, HRM functions in organizations must also focus on how to increase the levels of support both from work as well as from outside work. Providing mentors, among many others, is one example of an effective way to achieve this (Carlson & Perewwe, 1999) . Organizations also need to think about policies and programs that would foster a positive work-life balance that will allow for better family support, for example.
This study has several contributions to the literature. First, only full-time employees from all level of the organizations were surveyed in this study. Second, the survey has been administered by the researchers to increase participation and also to increase the accuracy of the responses. Third, this study advances the cognitive emotion regulation literature, by examining the effects of cognitive emotion regulation on job stress. We have shown that both cognitive emotion regulation and social support has a positive effect on reducing stress. These findings have important implications for the literature as well as for practice.
There are also several limitations in this study that need to be highlighted in order to place the findings in the appropriate context. First, the sample was obtained from a single organization and therefore not demographically diverse. Of course, this also allowed us to control for factors that might differ from organization to organization. However, on the downside, it limits the generalization of the results to a larger context. Further, our study was based on a cross-sectional design. Thus, future research should focus on longitudinal research designs in order to minimize the common method variance. This will allow for better control of temporal effects as well as of relationships observed that are not being able to distinguished more clearly.
The findings of this study have shown that relationships do exist between cognitive emotion regulation and job stress. However, further research is needed to examine more closely the complexities of these relationships. Future research can extend this study's results by including constructs such as organizational commitment & citizenship behavior, job satisfaction and job performance in their research models. This will allow for a more comprehensive understanding among the variables mentioned and their relationship to cognitive emotional regulation and stress.
